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DISTRIBUTION OF BASIC MANAGERIAL STYLES

DECISION MAKING ACHIEVEMENT OF GOALS
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emphasis on relationships and people practicality, concreteness

The results are charted as weighted scores.

OVERVIEW OF INDIVIDUAL TEAM MEMBERS’ RESULTS
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DESCRIPTION OF THE MOST PREFERRED MANAGERIAL STYLE
PACESETTING PERFECTIONIST (74%)

76 72

The preferred managerial style is characterised by a strong emphasis on quality and precision, and on the requirement
of total reliability. The pacesetting perfectionist gives precisely detailed tasks along with a detailed procedure of
achieving them. Such a person is dedicated to methodology and process, which they describe with precision, highly
specifically; they give a lot of attention to all details, leaving nothing to the creativity or improvisation of others. They
uncompromisingly insist on the procedure, and punish any deviation from it. Regarding their team members, the
pacesetting perfectionist devotes a lot of time to systematic and detailed control, giving advice or feedback
immediately. Focuses attention on deviations and discrepancies. This manager’s strength and at the same time
weakness is their focus on micro-management. The pacesetting perfectionist thrives in highly structured environments,
especially in companies which place a lot of importance on the quality of their work, faithful observance of procedures
and processes and require that employees are always ready to perform the tasks and instructions of the manager. This
manager focuses on tasks and deliverables; does not develop the team; does not work with the team members and
treats them rather mechanically. The disadvantage is this manager’s lack of consideration for atmosphere, relationships
and motivation. They regard as a matter of course that people do their best at work — if that it is not the case, they do
not hesitate to use sanctions. Another risk is the tendency to dwell too long on detail, even the smallest detail — and a
lower ability to set priorities. May saturate the team with unimportant matters.

ADVANTAGES POTENTIAL RISKS

® emphasis on accuracy, precision, quality and ® tendency to cling to and become overwhelmed by
quantity of performance lesser details

® setting methodologies, procedures, rules and ® minimal tolerance for own procedures and
feedback on compliance solutions on the part of subordinates

= emphasis on control and evaluation, definition of ® |lack of work with atmosphere and relationships,
standards tendency to be impersonal

® precise and clear assignment of tasks to
subordinates

DEVELOPMENT SUGGESTIONS

® Pay more attention to the problems and needs of subordinates. Better separate essential priorities from details.
Accept the risk of making mistakes with subordinates as a necessary part of the learning and empowerment
process.
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THREE OTHER PREFERRED STYLES (2ND-4TH IN ORDER OF PREFERENCE)

PACESETTING MAXIMALIST
(69%)

MENTORING PERFECTIONIST
(58%)

PACESETTING LEADER (56%)

strategic thinking, ability to
anticipate developments

foresight, working with
forecasts and possibilities

open, direct and impartial

ability to provoke and build up
to high performance, urgency

high emphasis on accuracy and
reliability, detailed control

training in correct procedures
and sub-steps, supervision

active work with corrective
feedback

emphasis on deep knowledge
and expertise of its people

a clear, strong vision and
ambitious goals

the ability to inspire and
encourage high performance

persuasiveness, the ability to
captivate, to gain authority

emphasis on results and
individual performance

intransigence and low tolerance
of different opinions, lack of
listening

tendency to treat subordinates
as a resource

less specificity and clarity in
assignments

tendency to cling to established
procedures

little room for innovation and
creativity

absence of a longer-term vision,
tendency to look at the 'here
and now'

unwillingness to engage with,
develop or support people

high to unreasonable demands
on performance, harshness in
behaviour

unwillingness to delegate
authority and responsibilities
below to subordinates,
tendency to be more expert
than manager
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LEAST PREFERRED STYLE (16TH IN ORDER OF PREFERENCE)

COACHING PULLER (29%) ® raising competent, capable and m discomfort in a highly structured
3226 independent subordinates and hierarchical environment
= effective delegation, involving m the prevalence of practicality
everyone, using the strengths of over strategy and longer-term
subordinates concepts
® emphasis on teamwork and m weaker control and evaluation
sharing, including information work, tendency to go from

= motivation for high performance project to project

and efficiency, organisational
performance
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SITUATIONAL LEADERSHIP

The image below shows partial managerial styles arranged according to two axes, namely the performance of subordinates and their motivation
to perform, and further the knowledge and skills of subordinates. The combination of both axes results in 4 types of subordinates: 1. performing,
motivated and at the same time experienced and capable, 2. performing, motivated but at the same time without experience and abilities (e.g.
newcomers or juniors), 3. experienced and capable, but without the necessary motivation with low performance, and 4. people without the
necessary abilities and knowledge and at the same time poorly motivated, non-performing. The placement of individual managerial styles
corresponds to the type of subordinates for whom they are most effective. On the perimeter of the circle below, techniques and activities typically

associated with individual managerial styles are also listed.

Below the chart, you'll find a brief commentary on the results. If you notice a mismatch between how you lead and manage your subordinates
and which managerial styles you prefer, you can take inspiration from the techniques and activities listed and incorporate them into your approach

to better meet the needs of each type of subordinate.

L

engage, empower, give people
the opportunity for self-realization

ED
\6\(\ \‘\\\O\N LEDGE Apn D S/T/Q
encourage, ?\ S

energize, provoke
high commitment

manage,
make decisions,
set goals,
demand fulfillment
and performance

KNOWLEDGE AND SKILLS OF SUBORDINATES

ensure quality,
control, correct,

define standards,

procedures and guidelines (O

WKNOWLEDGE AND 56

provide know-how, explain,
teach, help, advise, show how

lead step

give vision, direction,
purpose, mission, inspire and
excite for the goal

support
cohesion,
atmosphere,
build team
spirit

by step, give procedure
and plan, organize,
\\/\/CD coordinate, support

PERFORMANCE AND MOTIVATION OF SUBORDINATES

Your preferred managerial styles best suit the needs of a team composed mainly of less productive and less motivated
individuals, regardless of how experienced and capable they are. If you are managing a team where motivated and
high-performing individuals prevail—those enthusiastic about their work—focus more on supporting team spirit, giving

people a clear direction, and allowing them more freedom and space for their own initiative.
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OVERVIEW OF INDIVIDUAL TEAM MEMBERS’ RESULTS
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BRIEF CHARACTERISTICS OF ALL MEASURED MANAGERIAL STYLES

RELATIONAL

The Relational Manager emphasizes satisfaction and
relationships within the team. They want people to
enjoy their work and feel good there. They actively
support a positive atmosphere and prevent conflicts.
They aim to give supportive feedback and appreciate
effort and commitment. They trust their people and
give them room for independence. They ask for ideas
and opinions from subordinates, prefer collective
decision-making, and prioritize solutions that do not
harm anyone. They enjoy shared time, support team
meetings and rituals. They focus on subordinates, their
wishes and needs, understand their problems, and are
empathetic. For the relational manager,
RELATIONSHIPS are key.

PACESETTING

The Pacesetting Manager emphasizes that people stay
fully focused on performance and their work. They

want both the team and individuals to meet their goals.

They set order and rules, give clear positions and
decisions, communicate them unambiguously, and
expect the team to execute them. They give feedback
on performance and achievement. They want their
people to experience success and victory, and lead the
team to be better than others. They motivate through
rewards and goal achievement. They expect adherence
to defined procedures and do not tolerate overstepping
of competencies. Especially in non-standard or crisis
situations, they achieve high results. For the
pacesetting manager, RESULTS are key.

MENTORING

The Mentoring Manager emphasizes the knowledge
and competence of their subordinates. They want them
to understand their work, set procedures, define
instructions, and explain. They provide feedback on
mistakes and suggest improvements. They want people
to be specialists and experts and offer them
opportunities to learn. They lead subordinates through
their own experience and expertise, offer support and
advice, recommend ideal and proven solutions, and
provide supervision. They actively share their
knowledge, develop subordinates in their skills, and
lead them to an awareness of their own areas for
improvement. For the mentoring manager, the key is
the ABILITIES and potential of subordinates.

COACHING

The Coaching Manager emphasizes the confidence and
engagement of their subordinates. They want them to
be able to handle various situations independently.
They lead them through questions in a way that
encourages independent decision-making, monitor the
process, promote innovation, and provide feedback
through description and questions. They want people to
see meaning in what they do, and they enjoy shared
brainstorming and collaboration. When achieving
results, they prefer teamwork, offer subordinates room
for self-realization, support them in accepting personal
responsibility, delegate authority, provide space for co-
decision-making, and prioritize the highest quality
solutions. For the coaching manager, the key is
INITIATIVE and the activity of subordinates.
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PERFECTIONIST

The Perfectionist Manager wants their people to deliver
work at the highest possible quality. They care about
the team being reliable partners with no complaints
about their work. They assign specific, precisely defined
tasks, and set input and output parameters. They give
feedback on specific aspects, point out mistakes and
shortcomings. They set and enforce quality standards
and personally check the work. They provide immediate
feedback. They expect accuracy and reliability from
subordinates and emphasize quality performance. They
motivate through recognition and praise for well-
executed work. The perfectionist tells subordinates
HOW.

LEADER

The Leader Manager wants their people to know not
only where they are going, but especially why. They
define the purpose and future benefit. They set
motivating and broad goals and give similarly broad
feedback. They try to encourage and motivate their
people. They support ideas and innovation and want
the team to grow, not stagnate. They inspire and
stimulate others, motivate through the chance to be
part of great things. They bring visions that they try to
excite the team about. They are persuasive, use
people's inner motivation, focus on the essential, give
subordinates relatively high freedom in choosing their
approach, and care about the results. The leader tells
subordinates WHY.

confidential

PULLER

The Puller Manager strives to ensure their people are
aligned and efficient. They assign clearly time-bounded
tasks and projects, set deadlines and milestones. They
appreciate practicality and diligence and want their
people to enjoy their work. They provide feedback on
outcomes and chosen methods. They try to be a role
model, show how and what to do, and use examples.
They spend a lot of time with their people and enjoy
when they are happy with their work. They organize
team work, assign tasks, are clear, and focus on
procedures, clear structures, and defined competencies.
The puller tells subordinates WHAT they should do.

MAXIMALIST

The Maximalist Manager is not satisfied with average,
they want more. They set ambitious goals and
challenges, emphasize urgency and significance. They
appreciate when their people can handle everything,
give general feedback on how expectations are met and
any deviations, and do not hide dissatisfaction. They
challenge, provoke, and motivate through opportunities
and entrusted responsibility, offering the chance to
influence things. They expect loyalty and readiness to
achieve high goals, focus on priorities, and demand
independence. Good performance is considered the
standard. The maximalist tells subordinates WHERE
they should go.
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